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Chapter 1
Introduction
Background and Evolution of the Problem
According to the Veterans Administration, (Walters,
1984) there are 103 historically black colleges and
universities (HBCUs). These institutions are committed to
providing postsecondary educational opportunities for black
citizens. Liberal admissions policies of the 1970s gave
educationally disadvantaged students the opportunity to
further their education. Although HBCUs stand by this
commitment, in many cases they have not adequately provided
the faculty with the skills, understandings, knowledge
areas, and attitudes required to meet the special needs of
the students. Because liberal admissions policies of the
1970s gave educationally disadvantaged students the
opportunity to further their education, three problems in
particular have confronted HBCUs: (a) high attrition
rates, (b) large numbers of students needing remedial
services, and tc) high failure rates on standardized tests.
Faculty members have the responsibility of addressing these
problems, but they have not been provided with quality
experiences that would enable them to combat the
problems.
1
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A significant number of students are accepted into
HBCUs even though some are not prepared to meet the
challenges of postsecondary work (Koutrelakos, 1986);
these institutions are reluctant to deny educational
opportunities to less—abled minority students. The aim is
to give students a chance by accepting them and then
working to remediate their deficiencies by providing
various types cf remedial services during the freshman
year.
Difficulties stemming from years of educational
disadvantages and other societal factors account for the
staggering attrition rates in HBCUs. As far back as 1964,
McGrath (1965) revealed in a study of 54 black
institutions that in at least two, half of the incoming
students left before beginning the sophomore year. In
twelve of them, one—fourth of the freshman class left by
the end of that year. More recently, Cooper (1986)
reported that between 1976 and 1981, of all black
graduates, the percentage of degrees awarded by
historically back institutions decreased from 32.8
percent to 24.8 percent. During the same period, black
institutions experienced a loss of 13,000 full—time
undergraduate students.
In an effort to alleviate deficiencies in the
secondary education of students and to decrease
attrition rates, many of HBCUs spend large shares of their
J~ ll~WU ~~I&~iL
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resources on remedial services, specialized instruction,
and on a variety of special educational devices for
fresbman students (McGrath, 1965). There are numerous
funded programs designed to assist students in various
areas of deficiency, but matching funds have not been
provided to address corresponding faculty needs.
On a further note, this society is increasingly
becoming one in which opportunities for higher education
and career advancement are based upon performance on
norm—referenced standardized examinations. Black students
have historically performed lower on standardized tests
than non—minority students (Frierson, 1986). Nationally,
white students have approximately an 86 percent rate of
success on various standardized tests as compared to a 26
percent success rate for black students and other
minorities (Cooper, 1986). The high failure rate on
standardized tests by students in predominantly black
institutions stems from students’ limited analytical and
problem—solving abilities and poor reading skills.
High failure rates on standardized tests are
especially evident with black education graduates. Along
with the deficiencies cited above, Cooper (1986) cites
deficiencies in their general education courses as
reasons for their low passage rates on teacher
certification tests. Although historically black
institutions train a significant percentage cf black
lI~&~ llu~i,~ ~
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teacher graduates, adequate steps have not been taken to
provide faculty members with the instructional techniques
required to improve the test performance of black students;
therefore, teacher education programs in black
institutions are in grave danger.
The need for well—structured faculty development
programs is becoming increasingly more evident. The
attainment of quality programs can no longer be a simple
one—shot procedure. In order for such programs to have
the desired effects, attention is going to have to be paid
to those factors which are perceived to interfere with
program effectiveness. Those conditions that are perceived
by faculty members and administrators to reduce the
positive effects of the program should be identified and
if at all possible, eliminated.
Problem Statement
Higher edi.cation is experiencing changes brought on
by declining enrollments, enrollment of nontraditional
students, and increasing developments in knowledge and
technology. Responses to these changes include moves
toward retrenchment and increased demands for
accountability. They have also made necessary the
acquisition of new and additional skills and understandings
by faculties. In better times, an adequate response simply
would have meant the hiring of new faculty members who
I~h~JjIl~a~J&hith~ thitil fl,u difith b~Uñ~ULhi, .JuthiA4ath~Mth~hfl
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already possessed the abilities. The state of the nation’s
economy has accounted for smaller appropriations from
state legislatures and less generous support from
individuals and private concerns (Peretomode, 1984). This.
in turn, has limited the abilities of universities to
employ new faculty members. Universities have had to
assume the responsibility of providing opportunities for
the faculty to develop new skills and understandings.
Providing developmental activities requires carefully
planned faculty development programs.
According to Peretomode (1984), the purpose of
faculty development is to help the faculty acquire new
skills, knowledge, and understandings; to keep abreast of
new technology; and to improve the ability of faculty
members to solve educational and social problems.
Institutions of higher education hold certain performance
expectations of their faculty which include presenting
papers at professional conferences, generating funds
through proposal writing, chairing committees, etc. In
order for faDulty members to fulfill these expectations,
there are corresponding enabling skills, knowledge areas,
and understandings that must be possessed. When there is
a perception at the institution that the faculty is not
living up to exDectations, the institution becomes
compelled to provide opportunities for the faculty to
develop the desired competencies and understandings.
il. k:jI~1fl~Ii&iIi~ ~&Ib&~d]! &JE~ Lakflhlksh Ii
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Although universities provide certain programs as
means of enhancing faculty performance, faculty members
and administrat3rs perceive some programs as being
effective while others are perceived as being largely
ineffective. In light of such perceptions, it is logical
to assume that there are factors which are thought to
enhance the effectiveness of such programs as well as
factors which are believed to inhibit the effectiveness of
faculty development programs.
The purpose of this study was to ascertain
perceptions held by faculty members and administrators of
historically black colleges and universities related to the
attainment of the goals and purposes of faculty
development prcgrams in black institutions. Thjs purpose
was served by cbtaining insight into an important problem
in faculty development: What factors are perceived to
affect the effectiveness of and to influence perceptions
regarding the effectiveness of faculty development
programs in historically black institutions?
More specifically, this study sought to answer the
following questions:
1. What do deans, department chairpersons,
and faculty members in HBCUs perceive
to be the primary goals and purposes of
faculty development programs?
L ~ ~A~i hJ~W~l ~~
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2. What factors are perceived by deans
departnient chairpersons, and faculty
members to be the major inhibitors to
the realization of established faculty
development program goals and purposes?
3. What effects do perceptions concerning
inhibiting factors have on respondents’
perceptions of the achievement of
program goals and purposes?
4. What effects do perceptions concerning
the funding of, the existence of, and
the need for a faculty development
program have on respondents’ perceptions
of the achievement of program goals and
purposes?
5. What effects do demographic factors have
on respondents’ perceptions of the
achievement of program goals and purposes?
Significance of the Problem
Faculty improvement, faculty renewal, staff
deveopment, inservice education, and faculty development
are all terms that are used interchangeably and
synonymously to denote •efforts toward positive change in
faculty performance. The literature on faculty and staff
development is replete with research involving the value
[,,MlmN~kl1Ni,fi&~d d~II1i o1tidiINi,I N&~L~IE WAtLJilI~i~ith!J 1 J[L
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of inservice, teachers’ and administrators’ perceptions of
teachers’ inservice needs, the effectiveness of certain
staff development programs, and components of successful
staff and faculty development programs. These studies
sought to determine the most desired and effective means
of enhancing the professional and personal skills of
teachers and soundly documented the need to ascertain and
utilize the expressed needs of participants in planning
faculty development programs (Rogers, 1984; Aithoff, 1981;
Tucker, 1981; Wood and Thompson, 1980).
Many studies have been conducted on the secondary and
elementary levels. Joyce and Showers (1980) analyzed more
than 200 studies in which researchers investigated the
effectiveness of various kinds of training methods. It
was concluded that most of the studies were not designed to
measure perceived or actual levels of impact or the value
of each training component. Conclusions nearly always
addressed the issue of whether skills were acquired and
demonstrated. The question of transfer at the classroom
level——effectiveness—-was addressed in relatively few
studies.
The number of studies which involved college and
university faculty development programs is limited.
Although several studies have been conducted at the junior
and community college level in the area of faculty
development needs and practices, most of these studies were
~i.Jt hffini~la~aWlI&iEfla .IlSSurIsøa~
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not concerned with perceived needs of both faculty members
and adrninistrs.tors nor faculty development programs at
historically black colleges and universities. Research
by Peretomode (1984), Davis (1984, and Nelsen (1980)
involved perceptions of college and university faculty
members and administrators. The findings indicated that
administrators and faculty members have different
perceptions regarding faculty development needs.
The perception level is an important and necessary
stage for sensitizing faculty and administrators to the
significance of having an effective development program for
faculty who work with freshmen in HBCUs; therefore, this
study is significant in that it seeks to, in an
exploratory way, shed some light on the perceived goals of
such programs and factors which affect the realization of
the goals. It is also significant in that it seeks to
point out those perceived factors, those differences in
perceptions found among deans, department chairpersons and
faculty members, and other variables which might account
for differences in perceptions of academic faculty
concerning faculty development programs.
The significance of this study is based upon four
premises: (a) there is a deficit in the research
involving college and university faculty development;
(b) the gap in the research regarding the perceptions of
both administrators and faculty members needs to be
U II ilL II Ultil U1ildthatiJIdl~liWil~il* ALa]aUthiiilit~k6 a
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bridged; (c) those factors which affect the effectiveness
of faculty development programs as perceived by faculty
members and administrators need to be identified and
utilized in planning and evaluating programs; and
(d) efforts to promote the success of entering freshmen,
to improve the quality of the graduates, and to promote
the survival of historically black institutions must
include enhancing the skills of the faculty.
The effect~veness of such efforts is dependent upon
faculty percept:ons of the overall development program.
Hopefully, the understandings gained as a result of this
study will prove to be invaluable in the planning of
renewal activities, and at the same time, shorten the gap
that exists in the research regarding the body of knowledge
relevant to faculty development in higher education.
Limitations of the Study
The population involved in this study was restricted
to personnel associated with historically black
undergraduate institutions within the 50 states and the
District of Columbia. Due to the unique nature of these
institutions, generalizations may not be applied to
institutions of other descriptions. Because the
questionnaires were distributed by administrators at the
various universities, it is only assumed that t~iey were
distributed as directed. Since the methods of
Mah~ L~kI~4~fl~L ~~
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distribution undoubtedly varied, the composition of the
sample in terms of positions and job descriptions was
uncertain. This and the small percentage of respondents
presented additional limitations of the study;
consequently, no attempt will be made to generalize the
findings.
Scope of the Study
This study deals specifically with identifying those
factors which are perceived by deans, department
chairpersons, and faculty members to affect the
effectiveness of faculty development programs in
historically black institutions, and with identifying•
factors which influence perceptions of program
effectiveness. The responses in this study were limited
to those of university faculty who work with freshman




There are numerous definitions of faculty development
and synonymous terms. Marty’s (1976) definition of
professional growth includes self-initiated efforts by
faculty members to improve their effectiveness as
teachers and to produce published evidence of craftsmanship.
These efforts should be organized, systematic, and
comprehensive. Gall (1976) perceives faculty development
as a means of improving the education of students and of
strengthening the institution. Embraced in that definition
is the preservation of high standards and the promotion of
knowledge. According to Peretomode (1984), the concept of
facultydevelopnient embraces several elements:
(a) improving teaching effectiveness, (b) promoting
organizational, instructional, and personal and
professional development of the member and his or her
career, and (c) promoting research, scholarship, problem
solving, and contributions to campus and community life.
According to Peretomode, faculty development is
non—remedial.
For the purposes of this study, faculty development is
defined, in part, in terms of concepts identified by~
Tucker (1981): Faculty development is a series of
planned activities and procedures that aid faculty
members in acquiring the knowledge, skills, and attitudes
that enable them to become more effective in performing all
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functions related to academic life. Other terms that are
critical to this study are defined as follows:
Administrator — The dean of a school or college or the
head of an academic department.
Dean - The administrative head of a college or
school.
Department Chairperson — The coordinator or
administrator of an academic unit within a college or
school. This term is used interchangeably with the term
department head (.Peretomode, 1984).
Effective — A faculty development program or activity
is effective if it produces desired changes as evidenced
by the attainment of previously specified criteria,
expectations, and goals.
Enhancer - A factor or condition which contributes
positively to the effectiveness of faculty development
efforts.
Faculty Development — A series of planned activities
and procedures that aid faculty members in acquiring the
knowledge, skills, and attitudes that enable them to
become more effective in performing all functions related
to academic life (Tucker, 1981).
Faculty Members — Department personnel engaged in
instruction, research, and/or service to that academic
department (Peretomode, 1984).
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Historically Black Colleges and Universities
(HBCUs) - Those institutions of postsecondary education
that were origiially founded for the purpose of providing
educational opportunities for individuals of the “Negro or
Colored” race, and which continue to have as one of their
primary purposes the provisions of postsecondary
opportunities for Black Junericans (Walters, 1984).
Inhibitor — A factor or condition which interferes
with the effectiveness of faculty development efforts.
Perception - The insight, intuition, understandings,
or observations made or felt by faculty members or
academic administrators concerning faculty development
programs or activities.
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Chapter 2
Review of the Literature
Introduction
The plethora of research on the secondary and
elementary levels have uncovered many significant findings
concerning the nature of in—service education. Although
the number of studies related to faculty development in
higher education does not approach the quantity of that on
the other levels, it was necessary to comb the available
research as a foundation for this inquiry. A review of
the literature was conducted to determine the current
status of faculty development programs in higher education,
and the perceptions among educators concerning the
effectiveness of faculty development efforts. It was of
equal importance to this study, however, to examine the
theory regarding various aspects of this relatively new
area of research. The following review begins with these
theoretical insights.
The Need for Faculty Development
Public and private institutions are now in a state of
financial retrenchment. This unfortunate situation
manifests itself in pressures on administrators for more
efficient use cf faculty (Peretomode, 1984), declining
15
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enrollments, competition for students, loss of funds to
support research, declining rate of faculty mobility, and
in a decrease in the number of new faculty members (Marty,
1976). According to Wolke (1980), the populatiDn of
traditional college—age students was expected to decrease
by 15 percent by 1985. Even though colleges are actively
recruiting minorities and older non—traditional students,
these students are not expected to make up the deficit.
College students are becoming more heterogeneous, and
colleges and universities are now responsible for
addressing the needs of economically, educationally, and
culturally disadvantaged students, minority and
international students, as well as the needs of students
with learning and physical disabilities.
The challenges posed by the times call for faculty
members to adart to new curricula, to constantly strive
for currency in their respective disciplines, to develop
new skills that may not be directly related to developments
in their disciplines such as student advisement or
grantsmanship, and to keep abreast of new and more
sophisticated instructional methods and techniques. The
enhancement of instruction may be a particularly important
challenge for some faculty members because of the nature
of their graduate training.
According to Wildeman, Pavelich and Sloan (1980), a
serious gap exists between the formal education of faculty
hfl I ~
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members and teaching. Many have been well trained as
professional scientists, humanists, or engineers but have
had little or no formal training as educators. An
examination of practices of graduate schools by Barnes
(1984) revealed that doctoral programs are designed to
produce scholars and researchers but do not provide
instruction in Dedagogy in order to produce college
teachers. Barnes’ study sought to determine the level of
perceived need among college professors to include formal
curricula in pedagogy for students in academic doctoral
degree programs. Results indicated that 70 percent of all
respondents were found to be in favor of curricula in
doctoral programs which would prepare candidates for
teaching. Even those educators who may have had training
as educators may not be equipped to accommodate the
various needs of non—traditional students. The need for
faculty development in that respect is evident.
Instruction, according to Gaff (1976), is the primary
role of most faculty members, but instructional quality is
affected by their performance in other roles such as
research, committee work, and community involvement.
Faculty members can and should be encouraged to grow in
each of these areas.
The need for well—planned faculty development programs
encompasses, as stated earlier, more than instructional
enhancement. Smith and Ovard (1979) of Brigham Young
Lilt-A nhi~bIIuu1liidlltMIMWtiJilhli ~
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University include in a program of professional
development actiiities theoretical, directed, and applied
research; publication of books and journal articles; and
curriculum planning and revision. Peretomode (1984)
includes in his list of faculty development needs, skills
in the areas of ~rantsmanship, academic advisement,
leadership techniques, and interpersonal relationships with
students and colleagues.
Brown (1976) emphasizes the professional and personal
development of women and miniorities through asserting that
if universities are to preserve and advance knowledge,
higher education institutions must strive for the promotion
and advancement of women and minorities through including
them in the powerful research and decision—making circles
of intellectual life. Brown pinpointed the need to provide
opportunities and experiences that can enrich the
professional life of women and minorities. There exists a
need to expand cpportunities for them to attend
professional meetings, to serve on committees, or to take
part in bargaining sessions. This would broaden the
knowledge base cf women and minorities as well as their
exposure and opportunities to acquire contacts.
In the paEt, it had been left up to the individual
faculty member to renew skills; in fact, Becker (Ruch,
1984) argues t1~.t faculty development and professional
growth are the responsibility of the individual faculty
Ad~ li ~j~4 l~I1thd~ p1.[aIAtdd ~I~4ikah I
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member. Because individual efforts have been inadequate,
Tucker (1981) argues that faculty development and
professional growth are the responsibility of a department
chairperson. T~ie development of faculty, according to
Peretomode (1984), to meet today’s challenges will require
resources, ideas, mechanisms, and inspections of all
levels of university administrators.
The Facilitation of Change
Regardless Df the complexity or the simplicity of the
various definitiDns of faculty development, inherent in
each definition is the concept of change. The concept of
change is disguised in such terms as acquiring new skills,
keeping abreast or current, renewal efforts, extending,
and improving. Faculty development, however, is not a
remedial concept for poor teachers or underachievers but
an opportunity to bring about a desired change. Change
does not result from coercion, indoctrination, or
technological developments (Prentice—Hall, 1974).
According to Gaff (1976), change in an individual requires
a challenge to cne’s habit patterns, one strong enough to
stimulate new fcrms of behavior but not so strong as to
become overwhelming. According to Tucker (1981), faculty
members must perceive a need to change before they will
commit themselves to participating in a faculty development
effort whether in teaching or in other professional areas.
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Unless faculty members are convinced of the need to be
involved in the activity program and participate willingly,
the probability of program success is slim. Wood and
Thompson (1980) have found that adults will commit to
learning something when the goals and objectives of the
developmental activity are perceived by the learner as
being important and immediately useful. Adults will learn,
retain, and use what they perceive is relevant to their
personal and professional needs (Wood and Thonpson, 1980).
Gaff (1976) sums up the prerequisites to change in the
following manner:
Faculty members will change when: (a) they have
knowledge about alternative ways of behaving,
such as information about alternative
teaching—learning practices; Cb) they have the
belief that change is desirable; Cc) they believe
that they Dan change in the desired ways;
(d) they receive nonthreatening feedback about
their own behavior; (e) they are praised,
recognized, and rewarded for effectiveness and
for improvement. For faculty, this means the
reward structure must recognize their development
efforts or they will not long strive for
improvement. (p. 17)
Gaff also insists that although all persons resist change,
they are also motivated toward growth and improvement.
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Faculty development programs have a. better chance of
bringing about desired change if they are built around
assessed needs and preferences as indicated by the people
who are the intended beneficiaries of these programs.
The effectiveness of any planned program of change
should be felt by the participants, and the measurement of
permanent change should take place over time. Evidence of
desired change should carry over into other intended areas.
Utilizing the.perceptions of faculty members in planning
and evaluating programs should yield programs with more
positive perceptions of effectiveness.
Ruch (1984) suggests human resource development (HRD)
concepts where institutional program priorities and needs
as well as faculty needs are identified. Where faculty
needs overlap with institutional needs, faculty
development activities are generated. This is a logical
approach to the planning of faculty development programs
because, according to Tucker (1981), faculty members often
perceive developmental activities as unnecessary
infringements cn their schedules because their personal
goals may not be concurrent with the goals of the
department or the college.
Peretomode (1984) agrees that there must be a high
degree of congruence between the programmatic needs of the
institution and the developmental needs of the faculty
members in order for a faculty development program to be
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successful. Peretomode further states that it is not only
important for faculty development to identify individual
faculty development needs, but it is just as essential for
faculty to know the expectations and perceptions of
academic administrators regarding development needs and
practices.
It is equally important for faculty members and
administrators to be conscious of those factors which are
perceived to affect the effectiveness of faculty
development programs. All parties should be aware of the
perceptions of significant others. This is important not
only in terms of assisting administrators in examining
their planning procedures, but as in the HRD model, in
identifying perceptions that are common to faculty members
and administrators.
Evaluation of Faculty Development Programs
According to Noonan (1972), no faculty development
program should ~e planned without an accompanying. system
for its evaluation. Evaluation serves to compare
developmental activities to program expectations, goals,
and values (Bergquist and Phillips, 1977). Evaluation is
an important tool in clarifying objectives because, as
Noonan (1972) and Bergquist and Phillips (1977) claim, it
is impossible to make an evaluation until program goals,
priorities, values, expected outcomes, success criteria,
II aa[a~j.!a.,a~Ja~thaIa.n~LIth UI. U
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measurement instruments, strategies, and procedures are
first identified.
Z~side from clarifying objectives, the evaluation
of faculty development programs also includes these
functions: determining the attainment of objectives;
documenting success based upon pre—determined criteria;
assisting faculty developers in improving programs and
cost effectiveness; and determining influences of the
program on other activities in the institution
(Peretomode, 1984).
There are various studies which exemplify the
potential value of faculty development programs. These
studies provide descriptions of activities and evidence of
faculty participation in these programs, but sound
evidence of the impact of these programs on participants,
students and institutions as observed by Gaff (1976), is
very limited. Kelly (Peretomode, 1984) holds a similar
view by insisting that it is difficult to determine that
substantial change in student performance has occurred due
to faculty renewal activities.
Administrators use many different criteria for
measuring the success of faculty development programs.
Participant involvement, the number of workshops or
conferences attended or presented, the increase in the
number of faculty publications, favorable opinions of
participants, and favorable reports from objective
~iIJI !~ J4~UH~U~ ~
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assessment teams are just a few of the criteria that
institutions are using (Peretomode, 1984; Centra, 1982).
Firth (1977) questions the extent to which accurate
evaluation of staff development activities can be
achieved. He also admonishes that in many cases,
administrators base their claims of successful change on
the installation of new programs. The success of a program
is assessed in terms of the number of changes that have
been achieved. The assessment is often quantitative.
According to Firth, assessment must address both program
innovations, and teacher successes. Oftentimes a
successful program becomes one that meets legal
requirements and one that is executed smoothly,
efficiently, and according to schedule. A survey of
department heads at 134 institutions revealed that the
three criteria that were most often utilized were the
number of articles published in quality journals, the
number of books published, and the quality of research
conducted as judged by peers at the institution. Many of
the criteria listed may be used as data in evaluating a
program, but do not reflect accurate measures of success
or failure (Peretomode, 1984).
It would seem logical to base the measurement of
program effectiveness upon the attainment of predetermined
objectives. According to Bergquist and Phillips (1979)
however, some faculty development programs should be able
a~ I hiLil ~,Ih&~lhIwLwaIMlgIi~AIdhLu. LthItbLU~hddik~Lk Ii I I .1 I ILUhEINàt~àU~1I~ft4L flIt
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to demonstrate an impact on student learning, for that is
the primary reason that the program was established, while
in other cases, the success of a faculty development program
should be measured in terms of faculty change and
development.
While it has been noted that there are various
criteria being ~.atilized to evaluate programs, no one method
will adequately evaluate all faculty development programs.
Present faculty development programs lack data that would
indicate their impacts on universities, so the real
effects of faculty development programs are questionable.
Pertinent Research
There are several studies on the elementary and
secondary levels which may have some bearing on faculty
development practices in higher education. A study by
Davis (1974) investigated teachers’ and principals’
perceptions of teachers’ inservice needs during a court—
ordered desegregation process. An adaptation of the
Teacher Needs Assessment Instrument developed by Gary
Ingersoll of Indiana University was used to survey
elementary, junior high and high school teachers and
principals in Cleveland, Ohio about their perceptions of
teachers’ inservice needs. Results indicated that the
perceptions of teachers and principals concerning
teachers’ inservice needs differ significantly, indicating
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that inservice activities ought to reflect the perceptions
of both groups. Davis explained that administrators’
views often ref ect the logistics of program
implementation. The effective inservice, according to
Davis, should address the goals of the system, as well as
the needs of the teachers.
Davis further noted that perceptions should change as
inservice becomes increasingly effective, and that this
change should be viewed as a possible indicator of program
effectiveness. It was also recommended that teachers’
and administrators’ perceptions be compared over time as
an area of future study. While the results of this study
hold important implications for the planning of inservice,
it still did not address those factors which faculty
members perceived to contribute to or interfere with the
effectiveness of faculty development programs.
Brown (1981) conducted a study that investigated
similar relationships to those in the Davis study; the
results, however, were quite different. Administrators’
perceptions of teachers’ inservice needs and teachers’
identification 3f inservice needs were found to be
basically congruent. There were only 5 out of 19 areas
where perceptions differed.
Another study that investigated teachers’ perceptions
of inservice education was conducted by Khoury (.1982).
This study assessed the perceptions of public school
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teachers in Jordan for the purpose of evaluating current
objectives and methods of inservice training. A
seven—point scale was used to gather information about
perceived satisfaction with current inservice and
perceived needs for inservice. SignIficant differences
were found in the perceptions of Jordanian teachers.
There does arise a question, however, as to whether the
term satisfaction is synonymous with effectiveness. In
other words, if a teacher is satisfied with an inservice
activity, is it automatically perceived by that teacher as
being effective? A subject for further research may be to
identify and separate perceptions of teachers’
satisfaction with inservice from those perceptions of
effectiveness.
Along similar lines, Harris (1982) conducted a study
of inset-vice education to (.a) describe inservice
education in Wisconsin, (b) to consider the relationships
that exist between elements of effective inservice and
measures of teacher satisfaction with inservice, and
(c) to determine teachers’ perceptions concerning whether
inservice activities are meeting their needs. It was
concluded that inservice activities should focus on both
school and district problems, include evaluation of
inservice, and should include the use of needs assessment
activities that allow time for the clarification of needs.
u~JI Aallr4LwiwMIil~uia 1i iau~4d!~I~ghs1 .1~ 4 ~k I I
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In a statewide research study in Tennessee on teacher
attitudes towards inservice education, 94 percent of the
participants responded that one of the most important ways
to judge the effectiveness of an inservice program is
whether the teacher uses the results of the training in his
classroom. Just 13 percent of the teachers surveyed
stated that there is adequate follow—up to determine the
effects of inservice activities in their system CBrirnm and
Tollett, 1974). Implications of this study would seem to
indicate that training is implemented for the purpose of
meeting specific objectives, but there is little real
certainty that the objectives have been realized.
Several studies in higher education have been
conduëted as well. Peretomode (1984) conducted a study
which was a major impetus for this study. The purpose of
this study was to investigate the perceptions of deans,
department heads, and faculty members in public research
universities regarding personal, instructional, and
instructional development needs of faculty members as well
as their preferences for types of activities. Results
indicated that deans’ perceptions differed significantly
from the perceptions of faculty members in regard to
instructional development needs. Deans were more concerned
with the need for instructional improvement than were
faculty members and department heads. There were
significant differences among deans, department heads, and
~jj4I JJ~I 1JId~A&AUl~Ht hArm ~i.$W
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faculty members in perceptions regarding institutional and
personal development needs.
In a study of perceptions of teaching and teaching
improvement, Sm_th (1984) collected data from university
faculty members. The data revealed that faculty members
and faculty developers have different perceptions of the
need for and the nature of teaching improvement. Most
faculty members reported doing some work on improving
their teaching, but they were likely to engage in these
activities only when they saw a problem and felt it was
solvable.
Other studies investigated the existence of faculty
development programs. Poythress (1984) reviewed
professional development programs for middle managers
in education and in business and industry to determine the
area in which the programs differed to determine
professional development needs of middle managers in both
groups. Participants included all division heads and the
staff members responsible for professional development in
all public juniDr colleges in Georgia and five middle
managers and the employees responsible for professional
development in 18 randomly selected businesses in the SMSA
of Atlanta, Georgia.
There was disagreement among the participants
associated with the junior colleges regarding which
i~IJk 1 ~ ~ ~
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activities could really be classified as professional
development activities. They also expressed
dissatisfaction with their development programs. Very few
colleges employed a director of professional development,
and none of the junior colleges surveyed had a
professional development program for middle managers.
Eble (as cited in Peretomode, 1984) conducted a national
survey of career development programs for teachers in
colleges and universities. Only 6 out of the 150
institutions surveyed reported their institutions as
having effective faculty development programs.
The .implementation of faculty development activities
is a very necessary means of enhancing the personal and
professional skills of faculty members. The potential
value of these programs cannot be realized if they are not
planned so thatthey meet the perceived needs of the
intended beneficiaries and if they are not properly
evaluated to determine if they are actually satisfying the
identified needs. The research indicates not only a
deficit in faculty development research in higher
education but also a lack of well—structured faculty
development programs and evaluation systems. There is
also little evidence to show that efforts have been made
to determine and utilize faculty perceptions of those
factors which enhance or inhibit the effectiveness of




A review of the literature revealed sevaral pertinent
findings related to faculty development programs:
(a) the research on the university and college level
concerning faculty development programs is very limited;
(b) perceptions of faculty members and~administrators
differ significantly in relation to faculty development
needs, practices, and preferences; Cc) there are very few
structured faculty development programs in higher
education; and (d) faculty development programs are
preceived by faculty members as being largely ineffective.
Theoretical insights indicate that concurrent goals and
mutual awareness of expectations and perceptions among
faculty and administrators are important prerequisites to
planning faculty development programs. Provisions for
needs assessments and preferences, rewards, and positive
feedback must also be operative before any measure of




The purpose of this study was to identify those
factors that are perceived by faculty members, department
chairpersons, and deans to affect the effectiveness of
faculty development programs in historically black colleges
and universities. The descriptive—survey method of
investigation was selected to facilitate this inquiry
because it is ~iseful, according to Ary, Jacobs, and
Razavieh (1979), in determining the nature of a situation
as it exists at the time of the study with respect to
variables or conditions in a situation. These variables
are studied in an effort to obtain information that will
provide solutions to impending or existing problems. This
information is gathered through (a) studying relationships,
(b) determining opinions, Cc) determining attitudes,
(d) determining preferences, and Ce) securing perceptions
of persons (Borg and Gall, 1979).
Population
The sample for this study was drawn from the faculty
and administrators from 98 of the historically black
institutions. Only those institutions with undergraduate
32
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programs and the faculty members who work with freshmen or
freshman programs were surveyed. The list of historically
black colleges and universities and their addresses and
presidents was obtained from information supplied by the
Office of the Administrator of Veterans Affairs (Walters,
1984) (Appendix A). The Education Directory: Colleges
and Universities 1983—84 (Broyles and Fernandez, 1984) was
used to eliminate those schools that do not serve
undergraduate, students or are not located within the
continental United States. Participants from each
institution included one college dean, one director or
department chairperson, and five other staff and/or faculty
members.
A “Perceptions of Faculty Development Programs
Survey” was sent to a total of 686 potential participants
at 98 historically black colleges and universities (Appendix
B). This number included 196 administrators and 490 faculty
and staff members.
Procedures
A letter was sent to presidents, deans, or other
administrators at historically black undergraduate
institutions who are familiar with faculty development
efforts at their colleges and universities (Appendix C).
These administrators were asked to identify a dean or
department chairperson, and five other staff or faculty
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members who work with freshmen and to provide each with a
cover letter (Appendix 0) and the “Perceptions of Faculty
Development Programs Survey.” Each participant was asked
to complete the instrument and return it in the
self—addressed envelope to the researcher.
Instrument
An instrument designed specifically for this study
was employed to gather data relevant to the factors which
affect the effectiveness of faculty development programs.
A thorough rev~ew of the literature and selected
university educators and administrators were the major
sources of the items and the response choices included in
the questionnaire.
The “Perceptions of Faculty Development Programs
Survey” consisted of 6 items designed to provide
demographic data and an additional 13 items designed to
secure faculty members’ and administrators’ perceptions
concerning faculty development programs in their
respective colleges or departments. Each respondent was
asked to either select the response or responses to each
item according to his or her perceptions of the faculty’s
development programs in his or her college or department
or to rate certain items relating to faculty development
programs or practices according to his or her own
perceptions.
~t ~ .~d L1Lj~
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Establishing Validity of the Instrument
A commonly accepted method of validating items of a
questionnaire is that of using a panel of qualified judges
to evaluate the items. In constructing the instrument for
the study, the researcher, through an extensive review of
the literature, compiled a list of faculty development
needs, goals, skills, knowledge areas, understandings,
activities, performance expectations, enhancers, and
inhibitors. In order to test the content validity of the
items to be included in the questionnaire, this list was
submitted to four experts in the area of education
administration and psychological services on the Atlanta
University campus. They were asked to examine the items
for importance/relevance for inclusion in a faculty
development program questionnaire. Suggestions were also
made relevant to the intended format, sequencing, and
wording of the items.
The developed questionnaire (Appendix E) was then
sent to a pane.. of four university educators and
administrators from three universities for validation
(Appendix F). The judges were requested to evaluate each
item on the questionnaire with regard to eight criteria:
(a) Is the item relevant? (b) Is the item clear and
unambiguous? (c) Are the response choices clear and
unamibiguous? (d) Are the response choices exhaustive?
(e) Are the rating scales appropriate (Items 3, 7, and 8)?
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(f) Does each item appear in a logical sequence? (g) Does
the item need to be discarded? and (h) Do other items need
to be included? (Appendix G). It was decided that approval
of an item by th±~ee of the four judges, as indicated by
Item g above, was sufficient to include the item in the
final form of the questionnaire since this represented a
majority decision of the judges. None of the original
items were discarded. Some items, however, were revised;
the position of others in the questionnaire was changed;
some items were included that were not included in the
original draft and additional response choices for some of
the items were recommended for the final form of the
questionnaire.
Data Collection
On March 8, 1986 each of the 98 institutions was sent
a packet containing seven questionnaires, explanatory cover
letters, and self—addressed stamped envelopes. The
questionnaires were coded according to institutions so that
follow—up letters could be sent to non—respondents. By
April 7, 1986, the return date. indicated on the initial
cover letter, 111 surveys had been returned. One complete
package was returned by the post office as undeliverable.
On April 8, 1986, follow—up letters were sent to the
institutions that had not responded (Appendix H). The
final date for receiving returns was extended to
d~Ji th zUhIli~i~JidAihSIbJ*Ik~ULU-
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April 22, 1986. The follow—up letters yielded an
additional 56 responses. Coirimunication from the former
presidents of Lomax—Hannon Junior College and Morristown
College indicated that those institutions were no longer
operative. The elimination of these three institutions,
Shaw College at Detroit, Lomax—Hannon Junior College, and
Morristown College reduced the sample to 95 institutions
receiving a total of 665 questionnaires. By the end of the
cut—off date, :67 surveys had been returned representing
51 historically black institutions. This constituted
53.6 percent of the HBCUs that were eligible participants
and 25.1 percent of the individuals sampled. Of the 190
administrators surveyed, 101 (53.1 percent) responded while
66 (13.89 percent) of the 475 faculty members surveyed
responded.
Respondents were requested in item four of the
questionnaire ‘~o indicate their academic positions.
Response choices were dean, department chairperson,
and others. SDace was provided to specify other positions.
Such position titles as division chairperson, counselor,
staff member, and assistant dean were indicated by
respondents. Since data were to be tabulated in terms of
perceptions held by deans, department, chairpersons, and
faculty members, the researcher had to determine the most
appropriate position (dean, department chairperson, or
faculty member) in which to include those responses. Space
L .dHl~i~.~~1thtl~ ilAt~il
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was also provided in item five for an alternate response.
Such responses, however, did not have to be reclassified.
Method of Presentation and Analysis of Data
The responses for each item on the survey were
computer tabulated for frequency counts and percentages.
Eleven of the 19 items were then coded and tabulated on
record sheets; these items were further analyzed using
programs available from the Statistical Package for the
Social Sciences (spss—x).
Regression analysis and factor analysis were the
statistical procedures used to determine the relationships
specified in the research qi~iestions. The data were
analyzed to de-ermine what effects the demographic
factors, perceDtions of inhibiting factors, funding, and
the need for a faculty development program had upon the
respondents’ perceptions of the achievement of program
goals and purposes.
Factor analysis was employed with questions three,
four, and five to determine if there were identifiable
factors that were moderately or highly correlated with one
another in forming perceptions concerning the achievement
of faculty development goals and purposes. Factor
analysis is particularly helpful in investigations
utilizing a large number of variables because it provides
a basis for reducing these factors to a few making the
~JL1 IA~IllIIIW~H4 ~
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data more manageable for analysis and interpretation
(Borg and Gall, 1979). Regression analysis was used
to single out the factor which had the most prediction
value concerning perceptions of whether or not goals are
being met. Survey items used in the analysis were items
one through six (demographic data); seven and eight
(items concern~ng the existence of and the perceived need
for a faculty development program), item ten (ratings of
the extent to which goals are being met), eleven (funding)
and item sixteen (ratings of the extent to which goals and
purposes are being met).
In answering the questions related to the problem,
the corresponding data are displayed in tables and
analyzed in terms of the tables. Much of the data is
ordinal in nature; therefore, an appropriate statistical
procedure is ranking. The overall rankings of the
responses are displayed in the tables.
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Chapter 4
Presentation and Analysis of Data
The purpose of this study was to investigate factors
which affect the effectiveness of faculty development
programs in historically black institutions through
ascertaining the perceptions of deans, department
chairpersons, and faculty members. The participants were
restricted to those who work with freshmen or freshman
programs.
Five research questions were developed which
addressed more specifically the intent of this study. In
order to provide the data for the research questions, a
questionnaire consisting of 19 items was constructed. The
first six items provided demographic data. The remaining
items were designed to ascertain perceptions concerning
various aspects of faculty development.
Presentation of Demographic Data
An examination of the demographic data in Table 1
reveals that male and female respondents were equally
represented. Data also indicated that the majority of the
respondents (66.6 percent) are between the ages of 30 and
50. Responses submitted by deans account for only 20.3














21—30 5 - 30
31—50 110 66.6
Over 50 so 30.3
Position
Dean 34 20.3
De~artment Chairperson 67 40.1
Faculty Member 66 39.5
Academic Rank
Professor 49 31.6
Associate Professor 40 25.8





Q 5 26 15.8
6—10 38 23.1
11—20 70 42.6
21 and Over 29 17.6
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department chairpersons (40.1 percent) and faculty members
(39.5 percent) are almost equal. Almost half of the
respondents, 42.6 percent have provided between 11 and 20
years of service to higher education. Over 81 percent of
the respon.dents are black, and the various academic ranks
are equally represented.
Presentation and Analysis of Data
Relating to Question One
Question One: What do deans, department chairpersons,
and faculty members in HBCUs perceive to be the primary
goals and purposes of faculty development programs?
As displayed in Table 2, the most frequently indicated
faculty development program goal and purposes was that of
improving instructional skills (82.3 percent). This
purpose was most frequently cited by respondents of all
positions. Although exact rankings varied, all categories
of respondents agreed that the next five primary goals and
purposes include the following: (a) providing knowledge
and understanding of current findings in academic
disciplines (70.7 percent), (b) improving subject-matter
competence (68.9 percent), (c) enhancing academic
advisement skills (65.2 percent), (d) developing research
skills (62.1 percent), and (e) developing computer
skills (58.5 percent).
Table 2 Responses Concerning the Perceptions Related
to Primary Faculty Development Goals and
Purposes
Item N
To improve instructional skills 135 82.3
To provide knowledge and understanding 116 70.7
To improve subject matter competence 113 68.9
To enhance academic advisement skills 107 65.2
To develop research skills 102 62.1
To develop computer skills 96 58.5
To improve problem—solving and 91 55.4
To develop skills in grantsmanship 87 53.0
To develop leadership skills 78 47.5
To increase understandings of and 76 46.3
To improve interpersonal skills 71 43.2
To enhance writing and speaking skills 61 37.1
To increase understanding of and involvement 58 35.3





Corresponding with the overall perceptions of faculty
development goals and purposes were the perceptions of the
areas of the greatest faculty development needs.
Instructional skills (22.6 percent) was perceived to be
the area of greatest need. The areas of student
communication skills development (21.3 percent) academic
advisement (18.9 percent), and scholarly research (18.8
percent) also ranked highly (Table 3). Viewed separately,
only deans (27.2 percent) cited instructional skills as
the greatest area of need while department chairpersons
(24.6 percent) listed communication skills, and faculty
members (22.0 percent) chose research skills. All
categories of respondents viewed student communication
skills as a hig~i—ranking area of need.
~Ih~~Lffi~
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Table 3 Responses Concerning the Perceptions of
Greatest Faculty Development Needs
Item N
Instructional skills 36 22.6
Student communication skills development 34 21.3
Academic advisement 30 18.8
Scholarly research 30 18.8
Student analytical and mathematical
skills development 14 8.8
Proposal writing 11 6.9
Personal counseling 3 1.8




The highest ranking overall first choice selection as
appropriate faculty development activities were attending
seminars, workshops, and symposia (27.8 percent),
conducting schoarly research (25.3 percent) and attending
professional conferences (22.7 percent). Deans (25
percent) and faDulty members (33.8 percent) cited conducting
scholarly research more often as a first choice selection,
while department chairpersons (1.5 percent) did not view
it as a priority activity. They ranked attending
workshops, seminars, and symposia (37.5 percent) as highly
appropriate activities. Table 4 displays overall results
in more detail. The faculty members’ first—choice
activity corresponds with their perception of the greatest
area of need.
Table 4 Responses Concerning the Perceptions of
Appropriate Faculty Development Activities
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Item N
Attending seminars, workshops, and symposia 44 27.8
Conducting scholarly research 40 25.3
Attending professional conferences 36 27.7
Enrolling in courses at your university 20 12.6
Reading scholarly research 7 4.4
Engaging in internal dialogue 6 3.7
Observing facuty members who are
considered experts in the needed
area of deveopment 4 2.5
Other 1 .6
N = 158
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Overall the respondents chose commitment of faculty
(56.3 percent), commitment of administrators (53.9
percent), availability of funds (46 percent) and
motivation of faculty (46 percent) as major enhancers of
faculty development efforts (Table 5).
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Table 5 Responses Concerning the Perceived Enhancers of
Faculty Development Programs
Item N
Commitment of faculty 93 56.3
Commitment of administrators 89 53.9
Motivation of faculty 76 46.0
Availability of money to finance programs 76 46.0
Improved student performance 64 38.7
Faculty incentives/awards 45 27.2
Opporturities to react with other
professionals with similar problems




Improved academic performance (85.1 percent) was
perceived to be the most frequently expected change in
student performance as a result of faculty development
efforts. Improvements in communication skills (76.5
percent) and improved study habits (67.2 percent) were also
rated frequenty. Responses were relatively consistent
among deans, department chairpersons, and deans (Table 6).
Improved instructional skills (82.3 percent), improved
teaching/learning climates (77.9 percent) and increases in
the degree of professional involvement (65.4 percent) were
the most frequently expected changes in faculty performance
as a result of faculty participation in development
activities (Table 7). The most frequently cited perceived
change in administrative performance or attitude was
greater response to faculty needs (69.8 percent). Other
frequently cited changes include improved commitments to
program objectives and goals, improved communications with
faculty and staff regarding department or college
expectations, and greater efforts to increase faculty
motivation. These results are displayed in Table 8.
~th
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Table 6 Responses Concerning Perceived Changes in Student
Performance due to Faculty Development Efforts
Item N
Improved academic performance :38 85.1
Improvements in communications skills 124 76.5
Improved study skills and habits 109 67.2
Improvements in mathematical and
analytical skills 101 62.3
Fewer student dropouts 101 62.3
More appropriate programs and career
choices 91 56.1
Increased career opportunities 89 54.9
More appropriate programs and
career choices 64 39.5




Table 7 Responses Concerning Perceived Changes in Faculty
Performance Due to Faculty Development Efforts
0~Item N
Improved instructional skills 131 82.3
Improved teaching/learning climate 124 77.9
Increases in the degree of professional
involvement 104 65.4
Increases in professionalism 97 61.0
Increases in the number of funded
proposals 96 60.3
Increases in the number and quality of
paper presented at conferences 94 59.1
Increases in the use of analytical and
problem—solving skills in teaching 88 55.3
Increases in the acceptance of
leadership responsibilities 88 55.3
Lncreases in the number and quality of
published works 83 52.2
Improved standardized test scores 61 38.3




Table 8 Responses Concerning perceived Changes in
Administrative Performance and Attitudes
Due to Faculty Development Efforts
Item N
Greater response to faculty needs
Improved commitments to program objectives
and goals
Increased willingness to accept innovative
efforts of faculty
Improved comrnuniDation with faculty and
staff regarding department or college
expectations
Greater efforts to increase faculty
motivation
Increased faculty involvement in program
planning
Greater understanding of student needs
Increased participation of administrators
in developmental activities
Increased level of accountability
Increased program follow—up


















Presentation and Analysis of Data
Relating to Question Two
Question Two: What factors are perceived by deans,
department chairpersons, and faculty members to be major
inhibitors to the realization of established faculty
development goals and purposes?
The presentation and analysis of data concerning
question two must begin with the presentation and analysis
of data relating to the perceptions of the major faculty
development program goals and purposes followed by the
perceptions of the goals that are not adequately being
met. With these items in focus, it then becomes possible
to analyze these perceived inhibitors in terms of those
unmet goals.
Previously ~n this chapter, it was determined that the
overall perceived goals and purposes include improving
instructional sk~lls, keeping abreast of new developments
in the respective academic areas, and improving academic
advisement skills. Faculty members also rated developing
research skills highly as a faculty development goal. With
these goals in mind, Table 9 displays faculty rankings of
the goals and purposes that the respondents feel are being
inadequately met~ Items are ranked in terms of frequency.
The following items were rated by the respondents
as being inadequately met: developing research skills
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(35.7 percent); developing skills in.grantsmanship (22.4
percent); acquiring knowledge and understanding of current
findings in academic disciplines (20.0 percent); increasing
understandings of and participation in college or
university governance (20.0 percent); and increasing
understanding of and participation in community problems
(20.0 percent). Those goals that are ranked lowest
included improving academic advisement skills (12.7
percent); improving instructional skills (12.1 percent);
and development skills in the use of computers/technology
(9.0 percent).
uL ~
Table 9 Respoises Concerning the Perceptions of
Unobtained Goals and Purposes
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Item N %
To develop research skills
To develop skills in grantsmanship
To provide knowledge and understandings
of current fi~idings in academic
findings
To increase understandings of and
participation in college or
university governance
To increase understandings of and
participation in college or
university governance
To enhance writing and speaking skills
To improve interpersonal skills
To develop leadership skills
To provide problem—solving and
analytical skills
To develop sociDlogical understandings
of the student population
To improve academic advisement skills
To improve instructional skills

















Table 10 displays total survey responses which
reveal those factors which are perceived to be major
inhibitors of faculty development efforts. Limited funds
(59.1 percent); heavy teaching loads (40.2 percent); lack
of faculty incefltives/rewards (36.5 percent); lack of
support from administrators (33.5 percent); and lack of
time to attend conferences, workshops, symposia, etc.,
C25 percent) are the 5 most frequently indicated
inhibitors of faculty development efforts. Limited funds
are rated as the major inhibitor of faculty development
efforts across all three positions lines. Discrimination
and inaccessibility to technological equipment are ranked
by all positions at or near the bottom of the list making
them minor inhibitors.
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Table 10 Responses Concerning the Perceived Inhibitors


























Lack of faculty incentives/rewards
Lack of support from administrators
Lack of time to attend conferences,
workshops, syrnDosia, etc.
Breakdown in communication systems
Limited opportunities to conduct research
Administrative resistance to change
Lack of faculty motivation
Faculty resistance to change
Little or no program follow-up
Lack of commonailty among departmental,
college, and faculty needs
Unclear percept~on of program objectives
Inadequate program evaluation
Manditory participation
Lack of administrative participation in
activities
Inaccessibility to technological equipment
Limited access to publishers












Presentation and Analysis of Data Relating
to Questions Three, Four, and Five
Questions Three: What effects do perceptions
concerning inhibiting factors have on respondents’
perceptions of the achievement of program goals and
purposes?
Question Four: What effects do perceptions concerning
the funding of, the existence of, and the need for a
faculty development program have on respondents’
perceptions of the achievement of program goals and
purposes?
Question Five: What effect do demographic factors
have on respondents’ perceptions of the achievement of
program goals and purposes?
In order to address the effects of the perceptions
specified in these questions, it is first necessary to
examine the corresponding perceptions held by respondents.
Those perceptions concern (a) inhibiting factors,
(b) funding, Cc) the existence of faculty development
programs, and Cd) the need for a faculty development
program. Demographic data will also be reviewed.
As determined by the data relating to question two,
the major inhibitors of faculty development efforts are
perceived to be limited funding (59.1 percent), heavy
teaching loads (40.2 percent) lack of faculty incentives
and rewards (36.5 percent) amd lack of support from
~1L~L~ III~U~
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administrators (35.5 percent). Inasmuch as funding is
listed as the highest—ranking inhibitor of faculty
development effDrts, a further analysis of perceptions
related to the funding of faculty development programs is
appropriate.
Total response figures reveal that 22.4 percent of all
respondents perceive funding as being adequate, 27.8
percent perceive it to be inadequate, and another 27.8
percent of the respondents are undecided. This division
is similar across all positions with faculty members
being the only category to perceive the funding of faculty




Table 11 Responses Concerning the Perceptions of
Financial Allocations for Faculty Development
Programs
Adequate Inadequate Undecided
Sample N N % N
Deans 4 11.7 10 29.4 12 35.2
Department
Chairperson 15 22.7 21 31.8 17 25.7
Faculty Members 18 27.6 15 23.0 17 26.1




Overall, responses indicate that funding should come
from state allocations (29.9 percent), and faculty
members (33.3 percent) agree with this. Department
chairpersons (35.8 percent) however, place this
responsibility with the federal government, while 38.7
percent of the deans feel that these programs should be
funded through private sources (Table 12). Data concerning
the primary sources of support from the participating
institutions were not collected. This information may
have some bearing on the responses.
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Table 12 Responses Concerning the Perceptions of









State 12 35.2 16 23.8 22 3.3 50 29.9
University 6 17.6 18 26.8 10 15.1 34 20.3
Federal 3 8.8 24 35.8 18 27.2 45 26.9
Private 13 38.2 7 10.4 15 22.7 35 20.9




Only 46.6 percent of the respondents indicated that
there is a structured faculty development program in their
school or department, while overall, 95.5 percent of the
total respondents perceive a need for such a program.
Table 13 gives a breakdown of the responses.
Table 13 Responses Concerning the Perceived Need for
Faculty Development Programs
Yes No Undecided
Sample N — % N % N %
Deans 30 100 0 0.0
Department
Chairpersons 59 93.6 ‘4 6.3 0 0.0




A review of Table 1 indicates that the majority of
the respondents are black, and between the ages of 31 and
50. Department chairpersons and faculty members represent
the majority of the respondents; 79.9 percent of the
respondents are professors, associate professors, and
assistant professors, and over 42.6 percent of the
respondents have been affiliated with higher education for
11 to 20 years.
A factor analysis was conducted to determine if there
were identifiable categories of factors which could be
used to describe variables that were highly related in
their effects upon respondents’ perceptions of the
achievement of program goals. The resultant matrix of
factors yielded four factors; the items loading highest
on each factor are listed as follows: (1) experience
(.86812), age (.71107), rank (.65058); (2) structured
development program (.70877), funds (.63797), program
need (—.51623); ~3) inhibitors (.72798), sex (—.57331),
position (.44744); and race (.85853), peception of goals
met (.58.348). Table 14 displays the complete rotated
factor matrix.
To identify the single factor with the strongest
predictor value, a regression analysis was conducted. The
analysis identified position as that factor. Appendix I
summarizes the analysis indicating the multiple R value,
the R2 value, the F ration, and the level of significance.
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Table 14 Rotated Factor Matrix of Variables Affecting
Perceptions of the Achievement of Program Goals
Factor 1 Factor 2 Factor 3 Factor 4
Sex -.05436 .24244 .16338
Race -.02091 -.03996 -.14926 .85853*
Age .71107* .02735 .10548 -.13896
Position .41725 .21471 44744* .03273
Rank .65058* -.08700 .11042 .22437
Experience .86812* .04348 -.14080 .02657
0ev. Prog. .08561 .70877* -.10502 .01865
Need .08973 -.17202 -.04596
Inhibit -.02528 .00618 .72798* .10156
Goals Met .16117 .26649 .38916 .58348*





The purpose of conducting this study was to identify
factors which are perceived to affect the effectiveness of
faculty developuient programs at historically black
institutions. Deans, department chairpersons, and faculty
members who work with freshmen or freshman programs at
HBCU5 were surveyed. The “Perceptions of Faculty
Development Programs Survey,” developed by the researcher,
was the instrument used to collect the necessary data.
Dompleted surveys were obtained from 167 respondents
representing 51 HBCUs. Conclusions have been drawn based
upon this sample and the answer to the five research
questions. The analysis of the data uncovered several
findings relative to perceptions held by administrators and
faculty members of faculty development programs in HBCUs.
1. The most frequently indicated faculty
development goal and purpose was improving
instructional skills (82.3 percent).
2. The area of instructional skills was ranked




3. Attending seminars, workshops, and
symposia (27.8 percent) were considered
highly appropriate faculty development
activities.
4. Cormititments to the goals by faculty
(56.3 percent) and administrators (53.7
percent) was perceived as the major
enhancer of faculty development efforts.
5. Improved student performance (85.1
percent), improved instructional skills
(82.3 percent), and greater response by
adminiEtrators to faculty needs (69.8
percent) were the most frequently
perceived changes as a result of faculty
development efforts.
6. Developing research (35.7 percent) and
grantsmanship skills (22.4 percent) were
perceived as being inadequately addressed
througl faculty development efforts.
7. Improving academic advisement skills
(12.7 percent), instructional skills (12.1
percent) and computer skills (9.0 percent)
were ranked low indicating that these
skills were perceived as being adequately
met through faculty development efforts.
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8. Limited funds (59.1 percent) was perceived
to be the major inhibitor of effective
faculty development programs.
9. Funding of faculty development programs was
perceived as being adequate by 22.4 percent
of the respondents and inadequate by 27.8
percent of the respondents. Another 27.8
percent of the respondents were undecided.
10. The state was the most frequently cited
source of funding for faculty development
programs (29.9 percent).
11. Structured faculty development programs was
indicated as existing in schools and
departments of 46.6 percent of the
respondents.
12. Four factors were identified in the factor
analysis. Those factors were related to
experience, program status, inhibitors
and race.
13. The regression analysis identified position
as the strongest predictor variable.
14. There was little difference in the
percep-zions among deans, department
chairpersons, and faculty members.
I~1.i~~Lth I!~~ ~IfJ1 ~
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Conclusions
Based upon the findings of this study, the following
conclusions have been drawn:
1. The preceptions among deans, department
chairpersons, and faculty members relate
to faculty development are basically
compat~ble.
2. Faculty and administrators of HBCUs
perceive a need for faculty development,
feel that it can be effective, and want
to improve and implement faculty
development programs.
3. The compatability of perceptions among
deans, department chairpersons, and
faculty members also indicates general
agreement among historically black
institutions concerning the goals and
purposes of faculty development programs.
4. Faculty and administrators are interested
in producing quality graduates and in
promotz.ng the survival of HBCUs.
5. There .s general agreement between
administrators and faculty that many of
the established faculty development goals
are not being adequately met.
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6. The overall concern of faculty and
administrators at HBCUs is for the
improvement of student communication
skills.
7. An examination of faculty responses
reveal that they perceive faculty
involvement in scholarly research as a
departmental expectation or desire and
feel the need to develop these skills
through faculty development activities.
8. Although there is overwhelming support
for faculty development programs, there
are very few structured faculty
development programs in historically
black institutions.
9. At least three of the six highest ranking
goals and purposes (improving
academic advisement skills, improving
instructional skills, and developing
computer skills) were perceived as being
adequately met through faculty
development efforts.
10. Commitment to the goals and purposes by
all levels within the schools or
departments coupled with adequate funding
for activities were perceived to be major
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enhancers of the effectiveness of
faculty development efforts.
11. Limited funding was perceived overall as
the major inhibitor of faculty
development efforts.
12. Faculty members and department
chairpersons ranked lack of support from
adminiEtrators as one of the top five
inhibitors while deans ranked faculty
resistance to change among the top five
inhibitors.
13. The reEponses concerning the adequacy
of funding for faculty development
programs indicated that there was
disagreement within the three positicns
but not among the position lives.
Respondents were almost evenly divided in
their responses. (Approximately one—third
of the faculty members perceived funding
to be adequate, one—third perceived it to
be inadequate, and approximately one—third
were undecided). The perceptions were
basically the same for department
chairpersons and for deans.
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14. Although limited funding was perceived
to be the major inhibitor, it did not
appear to inhibit the development of
computer and other technical skills in
terms of accessibility to technological
equipment.
15. Heavy teaching loads, lack of incentives
and rewards, lack of administrative
support, and insufficient time to attend
enhancement activities were perceived to
interfere with the effectiveness of
faculty development efforts.
16. Three of the primary faculty development
goals and purposes, improving
instructional skills, improving academic
advisement skills, and improving student
communication skills were directly
related to enhancing the development of
students as opposed to enhancing the
personal development of faculty members.
These were the goals that were perceived
as being adequately met through faculty
development activities.
17. The goas that were perceived as being
inadequately met through faculty
development efforts (developing skills
li~ I~h~All~~, ~~~
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in research and granstmanship, and
developing understandings of current
findings in academic disciplines) were
more directly related to the personal
development of the faculty although
faculty enhancement ultimately affects
the performance of students.
18. Improvement in student performance and
in ins-ructional skills, and greater
response to faculty needs were perceived
as being direct outcomes of participating
in faculty development efforts.
19. Position appeared to be strongest
predic-zor variable in determing
perceptions of the effectiveness of faculty
development efforts. Because its value was
low, perhaps there are other variables not
considered in this study such as
organizational climate which may be
stronger predictors.
Implications and Recommendations for Practice
Based on the findings and conclusions, the following
implications and recommendations have been made for
administrators and faculty developers in historically
black institutions and for further research.
~JI ~JLII
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1. Inasmuch as historically black
institutions train a significant
percentage of black teacher graduates,
passage rates on standardized
certification tests must be increased.
This points to be a need for extensive
professional development for education
faculty members in. order to promote more
effective teaching methods and procedures.
2. If minority students are to have access to
advanced educational and career
opportunities, they need to be provided
as freshmen with the necessary test—taking
skills. This will require the enhancement
and involvement of educators who work with
freshmen or freshman programs because
faculty must possess a working knowledge
of tes-—taking techniques in order to help
students become more effective test—takers.
3. While funds have been made available to
implement remedial programs, it is equally
important to allocate funds to provide
faculty member with the assistance that
they might need in developing the
necessary competencies and in altering
ld~~L ~~
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their teaching techniques through faculty
development activities.
4. The development of computer skills, a
goal perceived as being adequately met
through faculty development efforts,
requires funding for instructors and/or
for the computers. Since the
inaccessibility to technological equipment
is not perceived to be an inhibitor, it
would seem that: (a) this equipment is
accessed in ways that do not require
funding; (b) that funds are provided to
acquire the necessary equipment; or
Cc) that although this equipment is
inaccessible, it does not prevent that
goal from being met. A subject for
investigation would be determining the
funding required and the source of
funding for providing training in this
area as a possible avenue of funding
for other faculty development areas.
5. Two of the other primary goals, improving
instructional skills and improving
academic advisement skills (which are
perceived as being adequately met) also do
not appear to be inhibited by limited
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funding or lack of time, incentives, or
administrative support. Perhaps these
goals Dan be met with very little
financial resources. Perhaps the time
required is limited or provided by
administrators. An area for
investigation would be determing the
types of activities involved in
develcping those skills, the amount of
funding required, and the sources of
funding for such activities.
6. Developing skills in research and
grantsmanship, and acquiring knowledge
and understanding of current findings in
academic disciplines are areas that were
perce~ved as being inadequately met
through faculty development efforts. The
attainment of these goals and purposes
would necessarily require some financial
resources, released time from teaching
responsibilities, and incentives such as
compensation, recognition, and overall
support from administrators. These factors
would allow faculty members to attend
works~iops and conferences, and to enroll in
L~ &1L~ ~~
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classes that would enable these goals to
be met.
7. The fact that there is support for faculty
develcpment programs in higher education
is significant in that research conducted
on the elementary and secondary levels
indicates that teachers consider
inservice to be an unnecessary infringement
upon their time while higher education
faculty consider faculty development to be
valuable. Perhaps, participation in
development activities in universities is
more attractive because organized efforts
are few whereas in many public systems, the
number of faculty development activities is
mandated.
Recommendations
The following recommendations are based upon the
conclus±ons of this investigation:
1. It is recommended that a more thorough
investigation be conducted to determine
the specific relationships between the
demographic variable, position, and the
perceptions of the effectiveness of
faculty development efforts.
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2. It was determined th~at the goals that
are perceived as being adequately met
are directly related to student
performance. It is recommended that a
study be conducted to determine the
level of impact of faculty development
activities on specified areas of student
performance.
3. It is recommended that a more thorough
study be conducted to determine which
inhibitors affect which goals and
purpOEes.
4. It is recommended that deans, department
chairpersons, and faculty members of
HBCUs utilize the data concerning
perceived unmet goals and inhibitors to
determine ways to address ineffective
programs.
5. It is recommended that a replication of
this study be. conducted using a larger
sample.
6. The responses to the questionnaire
indicate that HBCU faculty and
administrators: (a) feel a need for
faculty development; (.b) feel that it can
be effective; Cc) want to improve
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ineffective programs; and (d) want
to implement programs to address
areas of need. It is, therefore,
recommended that administrators and
faculty developers accept this as a
challenge and capitalize upon this
stage of readiness by providing the
faculty with quality programs that are
based upon assessed needs.
7. Although faculty and administrators are
in harmony in terms of goal perception,
combined efforts to plan or improve
faculty development programs have either
not been attempted or have not been
successful. For this reason, it is
recommended that more attention be given
to the reason for perceptions of
ineffectiveness and to identifying the
specific perceived inhibitor(s).
8. There is a need for increased funding in
order to provide a development program of
the caliber needed to produce positive
results on teacher certification tests,
increase retention rates, and to upgrade
student communication and analytical skills.
Conventional means of funding faculty
il ~,IWLd~
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development activities have been
inadequate; therefore, more creative ways
of generating funds are necessary. Major
emphasis should be placed upon improving
skills in grantsmanship, one of the
perceived unmet goals. Once this skill
is developed, it can be used to secure
grants that would provide faculty
members the opportunity to enroll in
classes or attend workshops, the time to
devote to research, or the funds to
provide rewards and incentives to upgrade
skills. In other words, plans should be
made ~o allow the meeting of a goal in one
area ~o fund faculty development efforts
in another area.
9. It is recommended that greater efforts be
taken to enhance the effectiveness of
faculy development programs at HBCUs by
reducing teaching workloads, providing
salary increases, or other incentives.
10. Administrators must take the lead in
improving the quality of faculty
development programs by setting positive
tones. Commitment to the goals should be
LII~I1I~JbLLIJIIhS
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evident in sincere efforts to support
faculty needs and innovations.
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Appendix B
Perceptions of Faculty Development
Programs Survey
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PERCEPTIONS OF FACULTY DEVELOp~NT PROGRAMS SURVEY
This instrument is designed to elicit the
perceptions of administrators and faculty members
concerning factors which influence the effective
ness of faculty development programs in “Historically
Black Colleges.”
PART I. DEMOGRAPHICS
Please respond to each of the following items:
1. Sex: Male_______ Female_______
2. Race: Black_______ White_______ Other_______
3. Age: 21—30 31—50 Over 50
4. Position held at inst±~tution: Dean_______ Department Chairperson_______
Faculty Member_______ Other (Please specify)__________________________________
5. Academic Rank: Professor_______ Associate Professor
Assistant Professor_______ Instructor_______ Other (Specify)__________________
6. Years of employment in higher education:
0—5 6—10 11—20 21 and above
PART II. PERCEPTIONS
Please indicate your perceptions concerning faculty development programs in your
college or depart~nt by responding to each item as directed.
7. Is there a structured faculty development program in your school or department?
Yes_______ No_______
8. Do you perceive a need for a faculty development program in your college or
department?
Yes_______ No_______ Undecided_______
o .~Oo~.ii~h~O oJ~~ .oOà.~ ~
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9. What do you perceive w be the primary goals and purposes of faculty development
programs in your college or department? (Check all that apply.)
a. To develop research skills
b _____ To develop skills in grautsmanship
a. _____ To enhance writing and speaking skills
d. _____ To provide knowledge and understanding of current findings in academic
disciplines
e. ______ To improve interpersonal skills
f. _____ To improve instructional skills
g. ______ To enhance academic advisement skills
ii. ______ To develop sociological, understandings of the student population
i. ______ To improve problem—solving and analytical skills
j. _____ To develop leadership skills
k.. _____ To increase understandings of and participation in college or
university governance
1. _____ To develop computer skills
a. _____ To improve subject matter competence
a. _____ To obtain competence in another subject matter area
o. _____ To increase understandings of and involvement in community problems.
p. _____ Other (Please specify)
10. What are your perceptions of the extent to which the college or department where
you are working is meeting the following goals and purposes? Circle the response
that best indicates your perceptions using the following scale:
• •. 1=inadequate; 3’adequate; 5highly adequate
a. To develop research skills 1 2 3 4 5
b. To develop skills in grantsmanship 1 2 3 4 5
a. To enhance writing and speaking skills 1 2 3 4 5
d. To provide knowledge and understandings of current
findings in academic disciplines 1 2 3 4 5
e. To improve inrerpersonal skills 1 2 3 4 5
f. To improve instructional skills 1 2 3 4 5
g. To improve academic advisement skills 1. 2 3 4 5
~4M~ u,& ~ IiU~[~thib~ a~4th~fl4]MJ~
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h. To develop sc~ciological understandings of the student
population i 2 3 4 5
i. To provide problem—solving and analytical skills 1. 2 3 4 5
j. To develop leadership skills 1 2 3 4 5
k. To increase understandings of and participation in
college or university governance 1 2 3 4 5
1. To develop skills in the use of computers/technology 1 2 3 4 5
m. To increase understandings of and participation in
co=unity problems 1 2 3 4 5
n. Others (Please specify)____________________________
11. Do you perceive the funding of faculty development efforts in your college to
be adequate?
Yes_______ No_______ Undecided_______ -
12. What do you perceive to be the most appropriate source of funding for faculty





e. _____ Other (Specify)____________________________
13. What faculty devel~pnient activities do you perceive to be the most appropriate
for meeting the goals and purposes in your department or college? Please rank
the top three choices. Use one (1) for your first choice and three (3) for
your last choice.
a. _____ Reading scholarly research
b. _____ Conduct.ng scholarly research
c. — Attending professional conferences
d. _____ Attending seminars, workshops, and symposia
e. _____ Enrolling in courses at your university or at other universities
f. _____ Observing faculty members who are considered experts in the needed
area of development
g. _____ Engaging m internal dialogue
h. ______ Others (Please specify)
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14. In what areas in your college or department do you perceive the greacest need
for faculty development activities? Rank the cop five choices. Use one (1)
for your first choice and five (5) for your last choice.
a. _____ Academic advisement
1,. _____ Personal counseling
c. _____ Student counication skills development
ci. _____ Student analytical. and mathematical skills development
e. _____ Instructional skills
f. _____ Scholarly research
g. _____ Proposal writing
h. _____ Others (Please specify)_____________________________________________
15. What factors do ycu perceive.as being major enhancers of faculty development
activities in yoi~r department or college? Rate each item. Use one (1) for
minor enhancers and five (5) for major enhancers.
Minor Major
Enhancers Enhancers
a. Co~itment of faculty 1 2 3 4 5
1,. Coitment of administrators 1 2 3 4 5
c Motivation of faculty 1 2 3 4 5
d. Availability ef money to finance programs 1 2 3 4 5
e. Faculty incentives/awards 1 2 3 4 5
f. Improved student performance 1 2 3 4 5
g. Opportunities to react with other professionals
with similar problems and interests 1 2 3 4 5
h. Internal dialogue 1 2 3 4 5
i. Others (Specify)______________________________
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16. Which of the factors listed below do you perceive to be major inhibitors of
faculty development efforts in your college or university? Rate each item. Use
one (1) for minor inhibitors and five (5) for major inhibitors. *
a. Limited access to publishers
b. Limited opportunities to conduct research
c. Lack of time to attend conferences, workshops,
symposia, etc.
d. Lack of faculty motivation
e. Lack of faculty incentives/rewards
f. Lack of support from administrators
g. Limited funds
h. Discrimination (sex, racial, etc.)
i. tnaccessibility to technological equipment
j. Lack of faculty involvement in program planning
k. Faculty resistance to change
1. Administrative resistance to change
m. Unclear perception of program objectives
n. Lack of coionaJ.ity among departmental,
college, and faculty needs
o. Breakdown in coiunication systems
p. Little or no program follow—up
q. Inadequate program evaluation
r. Mandatory participation
s. Lack of administrative participation in activities




1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1. 2 3 4 5
1 2 3 4 5
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17. What changes do you perceive in student performance as direct outcomes of faculty
participation in development programs in your college or department? Check all
that apply.
a. _____ Improvements in communications skills
b. _____ Improvements in mathematical and analytical skills
c. _____ More independence in course and program selections
d. _____ More appropriate programs and career choices
e. _____ Improved study skills and habits
f. _____ Increased career opportunities
g. _____ Improved academic performance
h. _____ Fewer student drop—outs
i. _____ No change
j. _____ Othezs (Specify)________________________________________________
18. What changes do yOhu perceive in faculty performance as direct outcomes of faculty
participation in development programs in your college or department? Check all
that apply.
a. _____ Tnt~ases in the number au~ quality of published works
b. _____ Increases in the number and quality of papers presented at conferences
c. _____ Increases in the number of funded proposals
d. _____ Increases in the use of analytical and problem—solving skills in
teaching
e. _____ Increases in professionalism
f. _____ Impr~oved instructional skills
g. _____ Increases in the acceptance of leadership responsibilities
h. _____ Increases in the degree of professional involvement
i. - Improved teaching/learning climate
_____ Improved standardized test scores
k. _____ No change
1. _____ Other (Specify)____________________________________________________
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19. What changes do ~rou perceive in the performance and attitudes of administrators
as direct outcome of faculty development programs? Check all that apply.
a. - _____ Greater response to faculty needs
b. _____ tmprov~ commitments to program objectives and goals
c. _____ Greater understanding of student needs
d. _____ tacreased program follow—up
e. tncreased accuracy in program evaluations
f. _____ Increased participation of administrators in developmental activities
5. ______ Greater efforts to increase faculty motivation
Ii. _____ Increased faculty involvement in program planning
_____ Improved counication with faculty and staff regarding department
or college expectations
j. _____ Increased willingness to accept innovative efforts of faculty
Ic. _____ Increased level of accountability
1. _____ No change
a. ______ Other (Specify)_______________________________________________________












I am writing you today to solicit your cooperation in a research project
which is designed primarily to identify factors which are perceived to in
fluence the effectiveness of faculty development programs at “Historically
Black Coileges and llniversities.” Responses to a questionnaire are being sought
from select admin.scracors and faculty members who are associated directly with
freshman programs and students.
You have been identified as one who is knowledgeable of faculty development
efforts at your institution and one who would be willing to lend your expertise
to the project. Therefore, I am asking you to take a few minutes and identify
one other administrator and five faculty and ‘staff members to participate in
this project. A “Perceptions of Faculty Development Programs Questionnaire”, a
cover letter, and a self-addressed envelope has been enclosed for each of you.
Please forward one of the enclosed survey packets to each of the other partici
pants at your ear,..iasn convenience. I would like to have the completed surveys
on or before Apri. 7, 1986.
Your involvement in this project is needed and highly appreciated.















New developmeats in knowledge and technology, and changes in student
populations have compelled many colleges and universities to implement faculty
development programs in order to meet the resulting new challenges. While
some efforts to enhance the performance of faculty members have been perceived
as largely effective, others have been perceived as largely ineffective.
t am writing you today to solicit your cooperation in a research project
which is designed primarily to identify factors which are perceived to
influence the effectiveness of faculty development programs at ‘Historically
Black Colleges and Universities.” Responses to a questionnaire are being
sought from you and other select administrators and faculty members who are
associated with freshman programs and students.
You have been identified as one who is knowledgeable of faculty develop
ment efforts at your institution and as one who would be willing to lend your
expertise to this vroject. Therefore, I am asking you to take a few minutes;
complete the “?erc~cions of Faculty Development Programs Questionnaire”, and
mail it to me in the self—addressed envelope on or before April 7, 1986.
Your involvement in this project is needed and highly appreciated.
Eopefully, the findings of the Study will aid in the implementation of more
effective faculty development programs at institutions of higher education
which serve large numbers of black students.






Original Draft of Survey
(N
PERCEPTIONS OF FACULTY DEVELOPMENT PROGRAMS
PART 1. DEMOGRAPHICS
Please indicate the correct response for each item.
1. Sex: Male _______ Female ________
2. Race: Black ______ White _________ Other ____________
3. .Age: 21—30 _____ 31—50 __________ over 50 __________
4. Name of University
Name of College
Name of Academic Department
5. Position held at institution: Dean ___________ Department Chairperson
Faculty Member ______________ Other (Please Specify) __________________
6. AcademIc Rank: Professor _____ Associate Professor ______
Assistant Professor ______ Instructor _____ Other (Specify)
7. Years of employment in higher education:
0—5 — 6—10 11—20 21 and above
~—1 PERCEPTIONS OF FACULTY DEVELOPMENT PROGRAMS
PART IL PERCEPTIONS
Please indicate your perceptions concerning faculty development programs in your college of
department by responding as directed to each item.
I. Do you perceive a need for a faculty develápment program in your college o~ department?
Yes _________ No ________ Undecided _________
2. What do you perceive to be the primary goals and purposes of faculty development programs
in your college or department? (Check all that apply)
a. — To develop research skills
b. — To develop skills in grantsmanship
c. — To enhance writing and speaking skills
d. — To provide knowledge and understanding of current findings in academic disciplines
e. — To improve interpersonal skills
1. — To improve instructional skills
g. — To enhance academic advisement skills
h. — To develop sociological understandings of the student population
i. To improve problem—solving and analytical skills.
j. — To develop leadership skills
k. — To increase understandings of and participation in college or university governance
1. — To develop computer skills
a. — Others (Please Specify)
3. What are your perceptions of the extent to which the college or department where you are
working is meeting the following goals and purposes? Circle the response that best indicates
your perceptions using the following scale: 1= not at all; 2= to some extent; 3= to a great
extent.
a. To develop research skills 1 2 3
b. To develop skills in grantsmanship I 2 3
c. To enhance writing and speaking skills 1 2 3
d. To provide knowledge and understandings of current findings in adademic
disciplines 1 2 3
e. To improve interpersonal skills 1 2 3
f. To improve instructional skills 1 2 3
g. To improve academic advisement skills 1 2 3
h. To develop sociological understandings of the student population 1 2 3
i. To provide problem—solving and analytical skills I 2 3
j. To develop leadership skills I 2 3
k. To increase understandings of and participation in college or university
governance 1 2 3
1. To develop skills in the use of computers I 2 3
m. Others (Please Specify) ____________________________________________________ I 2 3
4. What do you perceive to be the most appropriate source of funding for faculty develop
ment programs? Check one response.
a. _____ State
b. _____ University -
c. _____ Federal
d. ______ Private
e. _____ Other (Specify)
5. What faculty development activities do you perceive to be the most appropriate for meet
ing the goals and purposes in your department or college? Please rank your top three matk—
ing I for your first choice and 3 for your last choice.
a. — Reading scholarly research
b. Attending professional conferences
c._ Attending seminars, workshops, and symposia
d._ Enrolling in additional courses at your university or at other universities
e._ Observing other faculty members who are considered experts in the needed area
of development
f. Others (Please specify)
6. In what areas in your college or department do you perceive the greatest need (or faculty




c. Student communication skills development
d. Student analytical and mathematical skills development
e, Instructional akills
f. Scholarly research -
g. Proposal writing
h. Others (Please Specify) -
7. What factors do you perceive as being major enhancers of faculty development activities




a. Commitment of faculty I 2 3 4 5
I,. CommitilleilL of adminiatratOra I 2 3 4 5
c. Motivation of [acuity I 2 3 4 5









opportunutues to conduct research










1 2 3 4 5
1 2 3 4 5
Major Minor
InhIbitor Inhlbitpr
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
I 2 3 4 5









h. Improved student performance
I. Opportunities to react with other professionals with similar
problems and interests
j. Other (Specify)
8. Which of the [actors listed below do you perceive to be major
inhibitors of faculty development efforts in your college or university?
Rate each iten marking 1 for major inhibitors and 5 for minor or insig—
nificant inhibitors.
h. Discrimination (sex, racial, etc.)
i. Inaccessibility to technological equipment
j. Lack of faculty Lnvolvement in program planning
k. Faculty resistance to change
1. Administrative resistance to change
m. Negative perceptions of program objectives
n. Incongruence between needs of department or college and needs
of faculty
o. Lack of faculty awareness pf department or college expecatalons
p. Little or no program follow—up
q. Lack of non—monetary support for programs
r. Inadequate program evaluation
s. Mandatory participation
t. Lack of administrative participation in activities
What changes do you perceive in student performance as direct outcomes of faculty parti
tion in develupmdiit pro~rnma •in your college or department Check all that apply.
— Improvements in communications skills
improvements in mathematical and analytical skills




1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
I 2 3 4 5
1 2 3 6 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5







d. .. More appropriate program and career choices
e. — improved study skills and habits
1. — Increased career opportunities
g. Fewer students on academic probation
Ii. — Fewer student drop—outs
i. Others (Specify)
10. What changes do you perceive in faculty performance as direct outcomes of faculty
participation in development programs in your college or depart~nent? Check all that apply.
a. — Increases in the number and quality of published works
b. — Increases in the number and quality of papers presented at conferences
c. — Increases in the number of funded proposals
d. — Increases in the use of analytical and problem—solving skills in teaching
e. — Attainment of competencies for other teaching areas
— Improved instructional skills
g. — Increases in the acceptance of leadership responsibilities
— Increases in the degree of professional involvement
I. — Improved teaching/learnIng climate
j. — Other (Specify)
0
II. What changes do you perceive in the performance and attitudes of administrators
as direct outcomes of faculty development programs? Check all that apply.
a. — Greater response to faculty needs
b. — Improved commitments to program objectives and goals
C. — Greater understanding of student needs
d. — Increased program follow—up
e. — Increased accuracy in program evaluations
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Dr. Coy Williams, Professor
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Instructions: Please evaluate each item on the questionnaire with regard to the criteria
below. Check in the space labeled ~ or no in response to each item. Space tins been
provided following the eight evaluation criteria in the event that you desire to elaborate
on particular responses.
Validation Criteria item Number
1 2 3 4 5 6 7 8 9 10 11
1. Is the item relevant to the subject? Yes
No
2. Is the item clear and unambiguous? Yes
No
3. Are the response choices clear and Yes
unambiguous?
No
4. Are the response choices exhaustive? Yes
No
5. Are the rating scales appropriate Yes
(Item 13, 17, & 08)?
No





Validation Criteria Item Number
1 2 3 4 5 6 7 B 9 10 Ii
7. Does the item need to be discarded? Yes
No
8. Do other items need to be included? Yes
No
Comments
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A short time ago I mailed to you a packet of seven questionnaires
and asked the cooperation of several members of your faculty in an
invescigatior of the factors affecting the effectiveness of faculty
development Frograms in historically black institutions. Since the
instrument was submitted to a select group it is vital that I secure
the reactions of those faculty members.
Please ~courage the seven members of your faculty that you identi
fied to participate to use the stamped, self—addressed envelopes that
were provided to return, the completed surveys to me. It is imperative








Results of Re.gression Analysis









F = 9.98364 Significant F = .0027
VARIABLES IN THE EQUATION
Variable SE B BETA T SIGT
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APPENDIX I
RESULTS OF REGRESSION ANALYSIS
B
P05 4.15980 1.35796 .25854 3.063 .0027
(Constant) 22.95282 2.51170 .25854 9.138 .0000
VARIABLES NOT IN THE EQUATION
VARIABLE BETA IN PARTIAL TOLER T SIC T
Sex .01227 .01238 .95103 .141 .8879
Race .11599 .11958 .99184 1.373 .1720
Age .01216 .01200 .90845 .137 .8914
Rank .14003 .13005 .80487 1.496 .1372
Exper 6.4759E-03 .00622 .86141 .071 .9436
Devprg .23987 .24802 .99761 2.919 .0041
Need —.11194 —.11573 .99742 —1.328 .1864
Inhibit .17731 .18132 .97586 2.102 .0375
Funds .17528 .18071 .99.180 2.095 .0381
